ABSTRACT
Introduction
Today, it is believed that human resources are the most important competitive advantage and capital of an organization. That is why the emphasis in the organization is on the valuable talents and their proper management is considered crucial. With the advent of words such as talent management we witness a paradigm shift from traditional human resources management to new human resources management which involves paying close attention to the organizational elite. The importance of this issue is also evident in the area of healthcare system. Nowadays, human resources are the capital of organizations and it is argued that human beings are the survival of organizations in the competition (Armestrang, 2008) . This means that organizations require human capital to function and accomplish their goals. Hospitals are one of the major organizations that individuals have significant role in their performance (Shahraky & Mardani, 2010) . Despite the considerable and undeniable improvements in the supply of science and technology, healthcare system still faces many challenges all over the world. Along with the emergence of large hospitals equipped with a variety of specialized units and with the extension of healthcare coverage, having talented and strong people are the main causes that lead to the success of hospitals. Due to this, in the field of human resources management the need for comprehensive talent management process design is emphasized (Schweyer, 2004) .
Talent management encourages organizations to have right people with corresponding talents to right positions (Collings & Mollahi, 2009 ). Talent management is a cycle which includes three main areas, namely identifying and recruiting talents, maintaining talents, and developing talents. Currently, organizations are not in search of recruitment of new members but they seek to attract talents which are known as battle of talents or war for talents (Michaels, Handfield-Jones, & Axelord, 2001) . Talent management in hospitals becomes more significant every day; because hospitals face difficulties due to the loss, retirement, or transfer of their skilled experts and with severe shortage of talents (Axelord, Hanfield, & Michaels, 2002) . Intense competition of diagnostic centers made it very difficult to maintain long-term competitive advantage. Following this, hospitals, based on the skills and talents of their employees, compete against one another and they know that by attracting and retaining the best and the most talented employees they can reach the highest profits and increase their value (Phillips & Ropper, 2009) .
It is worth noting that in talent management the fact that organizations consider some individuals with certain characteristics as a talent is of great importance. Since each organization has its own views and opinions about talent, so the definition of talent is a bit difficult and there is no universal and common definition of it. According to Michaels et al. (2001) various studies in different contexts have introduced diverse indicators as talent. Some people define talent as a collection of individual capabilities including skills, knowledge, and the capability of expansion and improvement.
In another definition, talent refers to those with high potential ability or those with high performance. In this case, talents might possess specific skills or specialized knowledge that distinguish them from other employees and make their replacements extremely difficult (Gagné, 2007) . Also, talent is defined as innate ability (Slizer & Dowell, 2010) which involves individual differences (Transley, Turner, Carley, Harris, & Sempik, 2007) . Besides, talent is considered as knowledge and skill that is learnable, teachable, permanent, and incomparable (Ulrich & Smallwood, 2013) . Similarly, it is argued that talent is a property which leads to the creation of value in the organization and is defined as God-given power (Bukingham & Vosburg, 2001 ) and ability and competence (Michaels et al., 2001) . Table 1 represents terms commonly associated with talent in the literature and in different articles. Tansley et al. (2006) Given that the most important asset of any hospital is its medical team, hospitals should consider the most knowledgeable and well-informed individuals for this sector. They must identify the best people known as scientific talents and provide an opportunity for them to cooperate and join hospitals. It should be noted that management of pure talents and selection of superior individuals are of primary importance; otherwise, the applicants of medical team are abundant enough. Therefore, the choice of hospital staff, especially the right choice of radiology technicians who are in charge of diagnostic field is of primary importance. The identification of talent indicators in the selection of staff might be determined as the first step in implementation of talent team. The current study aimed to achieve the first step. The overall purpose of this study was the identifying and prioritizing the indicators of talent management in recruiting radiology technicians. This study, to our best knowledge, for the first time considered a specific group of radiology technicians and using multi-criteria decision-making techniques of TOPSIS method aimed to evaluate their talent indicators in hospitals. Consequently, the present study provided a practical example for hospital managers and health policy-makers. In this way, by identifying and prioritizing talent indicators, most appropriate interventions for improving hospital performance can be selected and executed.
Methodology
In the current study talent indicators were prioritized according to the radiology technicians' eligibility criteria and considering the opinions and judgments of managers and their sector personnel. The population for the study consisted of all managers and personnel of the radiology sector in Ardabil public hospitals and the samples for the study were drawn randomly. In research which are based on multi-criteria decision-making, because of the use of experts and selection of individuals who are qualified to judge in the relevant field, statistical sampling and traditional methods are not used. This means that statistical methods can be used only if the number of qualified people with the same condition such as expertise and experience is high.
Due to the small and limited number of people in the study population, only 30 people were selected as the population. This study was carried out through a survey method using questionnaire as the main instrument. First, a list of talent indicators obtained in various sciences was prepared (Gallardo-Gallardo, Dries, & Gonzalez-cruz, 2013; Hartman, Feisel, & Schober, 2010; Illes, Chuai, & preece, 2010; Vural, Vardarlier, & Aykir, 2012) . Then, they were screened on the basis of their relevance to the activities of radiology technicians and experts and eight indicators including intelligence, interest, commitment, skill, specialized knowledge, relationships with colleagues, proper treatment with patient, and the ability to solve the problem or issue were identified.
To determine the performance criteria of radiology technicians, a questionnaire based on the professional qualification in nursing and the related fields were used. Among the listed items and after examining their connection with the performance of radiology technicians 14 factors were chosen. A questionnaire consisting of a matrix (8×14) was prepared and in each matrix talent management indicators were determined based on performance criteria of radiology technicians. The reliability of the questionnaire was assessed using Cronbach's alpha and the value of calculated alpha was 0.91.
Having considered reliability, it is worth noting that the performance criteria and talent indicators that are used in this study were previously approved in various research and face and content validity of their translation were also examined (Cowan, Jenifer Wison-Barnett, Norman, & Murrels, 2008; Gallardo-Gallardo, Dries, & Gonzalez-cruz, 2013; Hartman, Feisel, & Schober, 2010; Illes, Chuai, & preece, 2010; Nilson et al., 2014; Vural, Vardarlier, & Aykir, 2012) . In addition, since this study used a ranking based on multi-criteria decisionmaking, judging in response was of primary importance and there was no need to calculate the other indicators of validity because they did not use statistical methods.
The questionnaires were completed by managers and personnel of radiology sector. In the next stage, the scale of the decision matrix was formed. Then, the weight of each criterion was calculated using the Shannon entropy and the final ranking was performed by TOPSIS method. Table 2 clearly indicates the frequency distribution of the number of participants in terms of gender, experience, and education. Using the Shannon entropy, we weighted the identified criteria and in the next phase for ranking of options the multi-criteria decision-making techniques of TOPSIS method came into use. To determine the weight, the Shannon entropy was used and its theoretical basis is provided below. First, the value of E is calculated using the following equation:
Results
Where k is a positive constant. Then P value for every i and j is calculated using the According to the procedures, the results of this method are presented in Table 3 . TOPSIS method was first introduced by Hwang and Yoon in 1981. In the analysis using the TOPSIS method decision matrix is needed. The rows of the matrix shows the options which are the indicators of talent management and the columns of the matrix represent the criteria for deciding in relation with the issue under review which are the performance criteria in this study. Table 4 shows the decision-making matrix of TOPSIS method and it exhibits the average of responses to each of the options based on criteria. The response to each question was specified as a number from 1 to 9 that was corresponded to the time range. The output of TOPSIS method for normalized matrix can be seen in Table 5 . Table 6 represents the weighted normalized matrix and the weight of each indicator is calculated using the Shannon entropy. The amount of positive and negative ideal for this decision-making position is shown in Table 7 . The output of TOPSIS method by setting the positive and negative ideals and by determining the ranking is shown in Table 8 . Therefore, the prioritizations of the indicators of talent management are rated from one to eighth as follows: 
Discussion
Prioritization results of TOPSIS method showed that interest and commitment were placed at the first and second level, respectively. This highlights that the choice of people according to their interest and developing a structure for determining the interest and commitment of technicians can have a greater impact on the performance and consequently on the achievement of organizational goals and accomplishment of individual goals (Buchan, Parkin, & Sochalski, 2001) . Also, using radiology technicians in different positions commensurate with their interest and abilities can lead to the promotion of hospital performance (Kane et al., 2007) . Skill, specialized knowledge, intelligence, and the ability to solve the problem or issue, with a slight difference, were placed at the third, fourth, fifth, and sixth level, respectively.
In addition, proper treatment with patient and relationships with colleagues were placed at the two end positions. The final indicator, proper treatment with patient, because of the low direct contact of radiology technicians with patients can be justified. From the managers' perspective, the least importance referred to relationships with colleagues who can be explained in greater detail by examining the formal and informal relationships and by considering the concentration and decentralization of the organization.
This study would help the senior managers to identify differences by comparing the status quo and comparing it with ideal situation. Then, based on these differences and examining their causes, they would determine and implement the optimized solutions for the current solution. For instance, by taking into account the job cycle of radiology technicians since colleges admissions, their professional education and training, and finally recruiting them in medical diagnostic centers it could be concluded that related topics to talent in all processes of this cycle is of importance. The crucial point is that the talent management as a new management system should be used during each process of recruiting, retaining, and developing of radiology technicians.
Conclusion
Through the centuries, many organizations tried to use talent management and yet it remains a distinct possibility which does not have a clear framework. Given that one of the main areas of health development in societies is health sector which is directly related to human health, the choice of hospital staff, especially the right choice of radiology technicians who are responsible for diagnostic field plays an important role. The purpose of this study was identifying and prioritizing the indicators of talent management in recruiting the radiology technicians and choosing right people with remarkable skills to right position and contribute to the public health promotion and service quality improvement for patients. Results showed that interest and commitment were placed at the first and second level, respectively. So, it could be stated that the choice of people according to their interest would lead to employees' long-term commitment. Also, recruiting staff that do their work with love and are committed to the organization tend to be effective in improving hospital performance. Skill, specialized knowledge, intelligence, and the ability to solve the problem or issue, with a slight difference, were placed at the third, fourth, fifth, and sixth level, respectively. In addition, proper treatment with patient and relationships with colleagues were placed at the two end positions.
According to the results, healthcare system managers to achieve their goals need employees who do their work in a very strong sense and are committed to the organization; to establish and maintain these characteristics in employees, appropriate context should be provided in the organization. This consideration implies that if organization does not acquire and develop the necessary talent, those characteristics will fail and investments will not earn desired return. Using the talent management system in the healthcare system, the clinical skills of medical team would improve and the job satisfaction of employees would increase.
In addition, recruitment of new members and retaining potential and skilled employees would be possible; it would provide opportunities to learn and improve skills and prevent the transmission and turnover of potential staff. Consequently, it would increase organizational productivity such as high quality treatment of patients and accurate diagnosis of diseases.
The radiology sector is considered as part of Para-clinic and outpatient departments of hospitals, so for determining and prioritizing the indicators of talent, wider research should be carried out in other parts of the treatment area. Significant attention was paid to the radiology technicians but not to other staff that could provide additional useful information and would require a bigger sample. This highlights that if the current research would be applied to the respondents from another sector, the results might be different than the current results.
Employees, even high potential individuals, often tend to be naive, and somewhat reactive, when it comes to managing their own careers. Advances in talent management may assist both organizations and individual employees to be aware of how strategic talent management decisions may or may not influence them. The findings need to be illuminated carefully and with caution in regard to generalizability. The relatively small sample size represents a main limitation. Future studies should preferably draw from larger and more representative samples, permitting the results to be more generalizable.
